FACTORS AFFECTING ORGANISATIONAL STRATEGIC

PLANNING IN THE SALVATION ARMY CHURCHOF RWANDA &

BURUNDI COMMAND by CELESTIN, AYABAGABO
FACTORS AFFECTING ORGANISATIONAL STRATEGIC 
PLANNING IN THE SALVATION ARMY CHURCHOF RWANDA & 
BURUNDI COMMAND 
 
 
 
 
 
 
AYABAGABO CELESTIN 
 
 
 
 
 
 
A RESEARCH PROJECT SUBMITTED TO THE SCHOOL OF 
MANAGEMENT AND LEADERSHIP IN PARTIAL FULFILLMENT 
OF THE REQUIREMENT FOR THE AWARD OF THE DEGREE OF 
MANAGEMENT AND LEADERSHIP OFTHE MANAGEMENT 
UNIVERSITY OF AFRICA. 
 
 
 
 
 
MARCH, 2018
ii 
 
DECLARATION 
This project is my original work and has not been presented for a degree in any other 
University 
 
Signature: ………………………………..                              Date: ……………. 
Ayabagabo Célestin 
BML/11/00405/2/2015 
 
 
Declaration by the supervisor: 
This project has been submitted for examination with my approval as University 
Supervisor 
 
Signature: …………………………..                  Date……………… 
Bernadette Mutinda 
The Management University of Africa 
    
 
 
 
 
 
 
iii 
 
DEDICATION 
I desire to dedicate this research work to my precious wife Beatrice for her continuous 
support, love and care which made it a success. 
To my dear children: Ellen, William, Wycliffe, Eva Laura and Wesley Evans to 
encourage them to work hard, as they continue with their studies. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
iv 
 
ACKNOWLEDGEMENT 
This research study is a result of support from several sources; first I praise and honour the 
Almighty God for offering me sufficient grace and power to write this project. I sincerely also 
thank my research supervisor Mrs. Bernadette Mutinda whose comments and advice assisted 
me in the successful completion of this project. Her guidance on how to approach the 
research project cannot go without being mentioned. I also want to acknowledge 
Lieutenant colonel Seth A. Appeateng; Officer Commanding of The Salvation Army 
in Rwanda and Burundi Command for his cooperation and  allowing me to conduct this 
research into the church. Lastly, I want to recognize the entire Management University of 
Africa for the positive learning environment provided during my study period. I thank 
anyone who helped with the studies, but whose names have not been mentioned. 
Thank you and God bless you!  
  
v 
 
ABSTRACT 
It is known that the performance of any church is made by its statistical and material 
growth (expansion). The two when efficiently managed, result in spiritual growth. For 
the church to perform well, diverse strategies are used, but the success can only be 
achieved when these strategies are well formulated and implemented. The rationale of 
this study is to establish factors affecting the Strategic Planning in the Salvation Army 
church of Rwanda and Burundi Command. The specific objectives are to establish 
how human capital management strategy impacts organizational strategic planning in 
the Salvation Army church in Rwanda; to determine how corporate culture 
enhances organizational strategic planning in the Salvation Army church in Rwanda 
as well as to determine the role of financial resources on organizational strategic 
planning in the Salvation Army church in Rwanda. The study covers the three levels 
of management in The Salvation Army Rwanda and Burundi command. The targeted 
population is 120 church leaders at those stated levels. Data is collected from 60 
respondents, which is 50% of the population. Convenient sampling is used at top level 
(CHQ), then Judgment sampling for middle level (DHQ). At low level 
(corps/institution) stratified random sampling is used in each stratum 
(corps/institution). Based on the analysis, majority 33% strongly disagreed that 
organization has HR policies and procedures. That majority 33% strongly disagreed 
that Core values of TSA influence the way strategic planning is conducted in the 
church. the majority 35.50% of the respondents strongly agreed that Cash flow if 
poorly forecasted will impact negatively strategic planning process; majority 35% 
strongly agree while 13% agreed that there is a need for the church to put in place 
both short and long term goals. 
The research recommends that human resource must be developed in strategic 
management especially those involved in formulation and implementation. 
Leadership style must refer to when strategic planning is concerned.Therefore, the 
research recommends that The Salvation Army church in Rwanda and Burundi 
Command must strongly regard on them, especially corps and institution when 
strategic planning is a matter. 
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OPERATIONAL DEFINITION OF TERMS 
Zone: It is one of five geographical areas considered to form the international 
Salvation Army. : Those are as following: South Pacific and East Asia, Americas and 
Caribbean, Africa , South Asia and Europe,  
Territory: A zone is divided into territories, regions or commands. One territory can 
include more than one country but where the church is wide, a country can include 
two or more territories. Examples are Kenya or India. 
Division: Territory is separated into divisions. The divisional commander is the 
leader. It has a headquarters and some department. A division comprises of a number 
of corps or churches. 
District; When the number of corps is still small but grouped under on leadership, the 
unity can be called a district. When the number of corps increases, it is elevated to the 
level of division. 
Section: this is a set of corps with a Section officer as a leader and which the number 
is not yet enough to form a District. 
A Corps: It is a church or place of worship .Members and friends of the church meet 
there under leadership of a corps officer. 
A local officer: A soldier with certain responsibility in the church such as team/group 
leadership. 
Soldier is full member of the church who followed guide lesson and satisfied the 
testing. The senior soldier is the one aged above 14 years, while the junior soldier is 
under the stated age. 
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CHAPTER ONE 
INTRODUCTION AND BACKGROUND OF THE STUDY 
1.0. Introduction 
This chapter aims to discuss the background of the study, the statement of the 
problem, the objectives of the study, research questions, and significance, the scope 
and the limitations of the study   
1.1. Background of the study 
According to Kothari (2013) background of the study is the component of the 
research from which the topic is underpinned in a general and broader perspectives. It 
forms the motherboard of the discussion.  
An organization requires setting up structures for arranging the systems for both short 
and long term. Be that as it may, for these structures to be accomplished there is have 
to set up systems to guarantee technique accomplishment. Vital arranging includes an 
organization's procedure of characterizing its technique, or heading, and settling on 
choices on distributing its assets to seek after this system. Maintaining in brains the 
end goal to decide the bearing of the organization, it is important to comprehend its 
present position and the conceivable roads through which it can seek after a specific 
game-plan. By and large, a vital arranging manage no less than one of three key 
inquiries regarding what is done, for whom it is done and how the an organization 
gets things done.  
Arranging manages all encompassing points of view of an organization in connection 
to the result (Witcher, and Chau, 2010). To support the opposition, arranging is 
enunciated to any sort and size of an organization to improve pertinence and 
manageability. For the accomplishment of the organization, there is have to oversee 
every day exercises to accomplish shorter term operational and utilitarian result. 
As frequently rehearsed; vital administration includes plan, execution and assessment. 
Top administration handles in detail with procedure execution that is successful after 
a thorough basic leadership process to adjust an organization structures and 
frameworks to accomplish the organization projections. In managing down to earth 
conveyance of the targets, Organization's exertion should be guided and made do with 
frameworks to associate every day administration to technique. As Wheelen et al. 
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(2012) says that execution relates the final products of an action in light of the 
planned systems.  
In this examination, the specialist will mean to adjust the points of view that 
empowers The Salvation Army in Rwanda and Burundi Command to design with a 
specific end goal to accomplish destinations and procedure made by top 
administration and the operational level pioneers keeping in mind the end goal to 
successfully accomplish their main goal's result. It was noted in Morden (2008) that 
execution markers might be communicated in subjective or quantitative measures. 
The acknowledgment of the techniques might be troublesome relying upon the real 
execution with benchmarks. The variety in execution paradigm more particularly the 
transformation of the result from physical to the money related angles might be 
ambiguous and hence hard to gauge. The real reason for such vagueness is because of 
separation between the technique organizers and implementers. This colossally 
enlarges the arranging control hole inside the organization. 
1.1.1 Profile of The Salvation Army 
The Salvation Army (henceforth in this study was referred to us as TSA started in 
1865 in England. TSA has been in existence for over 150 years since inception in 
England. As a result of the response by Salvationists to the distressing media images 
that came out of Rwanda in 1994(year of war and genocide perpetrated against Tutsi), 
The Salvation Army International Headquarters send a team for investigation of the 
possible involvement in helping. After consultation with Rwanda Government 
officials, the team was sent to Kayenzi “commune” (Kamonyi district today) and 
introduced The Salvation Army as humanitarian Organization, engaged in different 
relief activities. Startedas “NGO”, Evangelization was carried out as a separate unit 
among Relief operations. As time went by, the initial section was recognized as 
Region and then as Command. The Salvation Army was officially recognized as a 
church by the Rwanda government in September 2008. By this time, the work had 
also opened in Burundi. Rwanda and Burundi respond to one head office based in 
Kigali city, republic of Rwanda. 
1.2. Statement of the problem 
There has been scarce research on whether nongovernmental organizations, for 
example, places of worship apply strategic planning in their administration, (Brendan, 
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2008). This is partly because of the way that less consideration on nature of 
administrations is given by churches organizations. They see strategic planning 
process being improbable isolated with activities which frustrated development, in 
this manner systems not being connected with activities (Brendan, 2008). 
Church performance, however, does not just happen. It must be prayed for, believed; 
planned for and worked for (John Stott, 1990). Initially, churches tried to accomplish 
the Christ’s mission of bearing fruits, but they operated for long in a manner that was 
not well structured in terms of organization. In Rwanda, The Salvation Army started 
as an “NGO” and people got used to receive handouts. Many were depending on 
material benefits from the church, tough teaching was done to underline that the relief 
operation should cease for the need of church self sufficiency. The transition from 
relief operations to pure church evangelism was a difficult process that took 13 years. 
The Salvation Army was officially recognized as a church in 2008. At that time, 
majority of churches was challenged by Government requirement for religious 
organizations to have clear vision and mission statement. In addition, this period was 
characterized by the wave of local churches opening all over; starting in the villages 
and shops. This indicates that Churches are at course and pressure to perform because 
of market competition .In response to this, The Salvation Army put   in place 
structures and policies that give guidelines on its daily operations to improve on the 
quality of service as well as long term strategies to remain contextually relevant in 
terms of sustainable growth and effective financial management.  
Michael Porter (1996) declares that a competitive strategy is "about being different." 
He adds, "It means deliberately choosing a different set of activities to deliver a 
unique mix of value." Shortly, Porter says that strategy is about aggressive position, 
about making yourself unique among the buyers, about addition of value through a 
mix of activities distinguished from those used by competitors. The five years 
strategic plan that Rwanda and Burundi command elaborated in 2014 aimed to grow 
and develop the church by evangelizing and expending, so every existing unit (corps) 
would open two new units, to have an officers ‘training college built,   to avail 
motorbikes for every corps , and to increase statistical attendance by 25% every year. 
The second was to increase the number and empower officers by regular training and 
increasing the use of strategic planning at all levels of the church. This would be 
performed if the use of short and long term (1and 5 years) strategic planning is used 
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by each corps, section and division. The third was to be more financially self-
sufficient by early increment of 25% of corps income and 10% for special planned 
money collecting. The last was to meet community needs and maintaining good 
relations with society by implementing community development projects and 
providing services. 
Financial and statistical reports show that in 2014, in the area of operation; the church 
had 9 units (corps and outposts) with 1200 soldiers and 54 local officers. The local 
monthly income was Rwanda francs 271,340.00. At the end of May 2017, the numbers 
of units remain nine and no new opening is done as planned. The number of soldiers 
and local officers didn’t yearly increase by 10% as planned; for it reflects respectively 
1220 soldiers  and 55 local officers. The monthly income is Rwanda francs 270360 
when Rwanda francs 361153 considering yearly increase of 10% as planned. The 
general monthly attendance didn’t yearly increase by 25% as planned as   by January 
2014, the average attendance was 15437 people and it decreased by May 2017 to 
12876 people.. 
A monitoring committee of 4 officers was committed to evaluate the advancement 
towards goals.  The committee reported about the same in December 2016 and March 
2017 by showing what achieved and not but didn’t provide the factors of none 
performance. No further empirical study was done about the same up to day. As the 
command moves towards the final year of implementation; it is against this 
understanding that this study intends to find out factors affecting the organizational 
strategic planning within The Salvation Army church Rwanda & Burundi command; 
with focus on administrative district of Kamonyi. This investigation looks to build up 
in the case of arranging systems were connected with activities in religious 
organizations, for example, places of worship.  
1.3 Objectives of the Study 
1.3.1 General Objective 
The general objective of this study is to assess factors affecting organisational 
strategic planning in the Salvation Army church of Rwanda and Burundi Command. 
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1.3.2 Specific Objectives 
i. To set up the consequence of human capital management strategy on 
organizational strategic planning in the salvation army church of Rwanda and 
Burundi command 
ii. To find out the consequence of corporate culture on organizational strategic 
planning in the Salvation Army church of Rwanda and Burundi command. 
iii. To explore the effect of financial resources on organizational strategic 
planning in the Salvation Army church of Rwanda and Burundi command. 
1.4 Research Questions 
I. In what way does human capital management strategy affect organizational strategic 
planning in the Salvation Army church in Rwanda and Burundi Command? 
ii. To what extent does corporate culture affect organizational strategic planning in the 
Salvation Army church in Rwanda and Burundi Command? 
 iii. How much do financial resources affect organizational strategic planning in the 
Salvation Army church in Rwanda and Burundi Command? 
1.5: Significance of the study 
Mugenda&Mugenda (2003) asserts that the meaning of the study is the overall need 
that the study will generate to aid other players for application and utilizations. The 
study shall determine the factors touching the organizational strategic planning within 
The Salvation Army church of Rwanda & Burundi command: 
1.5.1. The Salvation Army Leadership 
The study will open the church leadership on matters that affect the effectiveness of 
their operations at the present and far beyond. Max Mckeon (2011) gives argument 
that “strategy “concerns making shape the future “and is the endeavour of men to get 
to “enviable tops by means of on hand resources”. Strategic planning helps in 
increasing energy that results from rallying behind a cause, elimination of conflicts 
and confusion of priorities. The process increases capacity as people become focused 
on what is important and less concerned with what is not.  
The findings and recommendations was vital to The Salvation Army Rwanda and 
Burundi top leadership to get opportunity to understand how to better its overall 
strategy. By being aware of how human resources skills and knowledge affect the 
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strategic planning process; leadership will know areas of training and development, to 
equip people with what is required. Leadership will learn how better to allocate 
finances and time to accomplish different goals.  
Secondly, this study was helpful to middle level (Division, District and Section) and 
low level leadership (corps and institutions) to be aware of factors affecting the 
effectiveness of their strategic planning and to address them accordingly. They was 
aware of areas of performance therefore will seek to learn.  
Thirdly, this study was .fundamental to all levels of leadership, players in strategic 
planning process (officers and local officers).Due to increased knowledge; they will 
develop a positive attitude and build trust in the strategies of the organization and will 
focus on feasible and achievable initiatives. Moreover, findings will assist them in 
final evaluation of actual strategic plan which is ending by December 2018 and in 
elaboration of the new one. By being aware of factors affecting the performance of 
strategic planning, people involved in planning will address those issues, for a better 
future. 
1.5.2 The Church members 
To some extent the members of the church and the officers’ will rely on the findings 
to further the research on the aspects not captured in this study. Moreover, the 
findings will add more information to the current databank; and will come up with 
solutions to the problems being addressed; enhance the culture of strategic planning at 
different major levels of the church. Findings will provide all benefits of use of 
strategic planning to the church and individually to the people participating in its 
elaboration.  
1.5.3 The employees 
The employees of the humanitarian churches will gain insights on how well to 
implement the management strategic process. This will help them to be in a position 
of offering the best services to the church and help in the achieving of the church 
objectives 
1.5.4. The Researchers and Academicians 
The study will provide information to current and potential scholars on the area of 
strategic management processes in both private sector and public sector. Likewise, 
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researchers may want to gain insights and explore the area of strategic planning in 
humanitarian churches. 
1.5.5. The public 
The general public is the main subject of the humanitarian churches due to the fact 
that they receive aid from them. The research findings from this study will make 
contributions to the available information regarding service offer to the people and 
how strategic planning process helps in achieving these objectives. 
1.5.6. The Donors 
The donors, who provide the funds to the Salvation Army church, will benefit from 
the information in that they will know whether the resources are being utilized. This is 
made so by having an effective strategic planning process. 
1.6. Scope of the Study 
This relate to delimitation of the study, that helps to provide boundary within which 
the study is conducted (Oseno Ben, 2012).This study is based on the drive to establish 
the factors affecting the organizational strategic planning within The Salvation Army 
church of Rwanda and Burundi command . It stipulates the boundaries within which 
the researcher carries the study. In Rwanda, there are various Christian churches in 
Kamonyi district, among them The Salvation Army. They are established to offer 
service to the humanity. The study was limited to The Salvation Army in Kamonyi 
district. The time period involved in the study, starting by the research topic choice up 
to its defence, is fixed to 12 months (May 2017-April 2018). 
1.7. Chapter summary 
This chapter   discussed the background of the study which relies into strategic 
planning process in The Salvation Army Rwanda and Burundi command context. the 
chapter also covered  The broad of the study purposes to weigh up factors touching 
the organizational strategic planning within The Salvation Army church of Rwanda 
and Burundi command. The problem is that spastics and finances didn’t meet planned 
expectations and the committee in place reported on achievements and failures but did 
not show the factors behind. The study is limited to The Salvation Army church 
Rwanda and Burundi command in Kamonyi district and the research is fixed to 12 
months (May 2017-April2018). 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0: Introduction 
In this section, discussion is about the theoretical review, empirical literature review, 
the summary and gaps of research to be filed by this study plus the conceptual 
framework, the operationalization of variables and the chapter summary.  
2.1: Theoretical Literature review 
Management idea is old. Untimely forms of management concepts have been practical 
through history for advancement as a society. This chapter will present an overview of 
previous theories related to the research questions on the factors affecting 
organizational strategic planning within The Salvation Army church in Rwanda and 
Burundi command. 
2.1.1. Institutional theory 
Early development of  hypothesis of institution recline in the year of 1970s, bringing 
up question about issues, for example, why associations of a similar sort in various 
areas take after each other, or why particular structures and practices diffuse all 
through various authoritative settings. Starting from its early stages there exist ideas   
assortment together with contentions that are utilized to set institution. Basic subject 
is that all position significance on controlling, regularizing, intellectual standards plus 
esteem by means of which an association is existing. To blend the different streams of 
research in this ground, someone can arrange various measurements. One group of 
research, strikingly one from the good old days are the way the fields of institution 
rise (Meyer and Rowan 1977).  Following measurement could be the standardization 
wellspring, for example, administrative structures, proficient affiliations or the 
association itself (Zucker, 1987). Different creators focus on the measurements of 
basic elements, for example, isomorphism, joined procedures and dormancy (Tolbert 
&Zucker 1983; DiMaggio &Powell 1991). At last, simply the association 
measurement is there. A given association could be able to respond to proper outside 
condition and to inward auxiliary changes (Scott, 1987). One more qualification is 
possible to be made as far as the institutionalism locus (Zucker, 1987). To each, the 
nature exists as approach for organization, concentrating on impersonation 
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procedures. On the other hand, association is there as foundation approach, that 
manages the procedures ages to inside authoritative level. Precisely this is the 
occasion by which the procedure of key arranging fits in. The hypothesis of institution 
recognizes part of inside authoritative procedures and on-screen characters 
subsequently setting accentuation on hierarchical practice, for example, formal key 
arranging. This hypothesis impacts this examination in that Strategic arranging 
involves orderly situational investigation. Determination of obligations and aptitudes, 
the need of preparing and legitimate designation of assets are exceptionally pertinent 
to key arranging: Right individuals, to right occupation at the ideal time. 
2.1.2. Resource based and dynamic capabilities theory 
The firm resource-based view (RBV), has encountered a quick dispersion all through 
vital administration writing (Priem&Butler 2001). As Wernerfelt (1984) begat the 
expression in 1984, and in spite of works in the late 1950s (Penrose 1959) contended 
a firm to be a mix of profitable assets, numerous people see Barney (1991) as the 
initiator of Resource-Based View. Lastly, expresses on which Resource-Based View 
looks at the "connection between a company's inside attributes and execution" 
(p.101). A company's point must be to accomplish upper hand over its rivals, which it 
in a perfect world gets from profitable assets that are prevalent being used, hard to 
impersonate and hard to substitute. As indicated by Barney (1991) assets may be 
arranged in three (3) classifications: material capital assets (Williamson 1975, for 
example, Machinery, capital assets made of human   (Becker 1964, for example, 
preparing connections and encounter, and Organizational capital assets (Tomer 1987), 
for instance, revealing organization, recognized/casual arranging and assuring control. 
In order to make assets of a firm to be the wellspring of a maintained upper hand, 
VRIN should be made important. (V= important, R=rare, I= defectively imitable, N= 
(non-substitutable) test (Barney 1991). It is possible for Assets to happen in various 
structures, for example, licenses, connections or procedures. Assets that breeze 
through the test of VRIN are hard to discover. Frequently, they simply represent an 
impediment that contenders might be overcome along the time, yet are not matchless 
over the long haul. An extra issue is postured by the following intelligent advance: 
once an asset has breezed through the VRIN test, makes the association having ability 
for exploiting them?  
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In accordance by way of this idea Barney (1991) explains that official key 
anticipating its own will barely be a wellspring of a managed upper hand. Practically 
all significant companies all through the world have a formal arranging framework 
(Steiner 1979; Armstrong 1991; Burgelman 2002; Baker 2003). Despite the fact that 
points of interest may not be completely made open learning it appears to be possible 
that any firm wishing to execute a formal key arranging procedure should have the 
capacity to do as such. The asset 'arranging procedure's is along these lines inclined to 
be exceptionally imitable and a procedure that can be not really delegated 
'uncommon'. Notwithstanding, Barney (1991) additionally contends that the opposite 
is appropriate for casual key arranging. Casual arranging can happen parallel to the 
formal procedure essentially by top administration taking part in informal talk. 
Conversely, a couple of firms have discarded every single formal method, along these 
lines executing a rising and self-sufficient way to deal with vital arranging (Mintzberg 
and Waters 1985).  A major case is constituted by Shell: Organization looks at key 
arranging as a taking in progression and ceases from prescribed systems however 
much as could reasonably be expected (De Geus 1988). Before, a few creators have 
seen organizations having key arranging forms as having an upper hand over those 
organizations that don't design (SheaVanFossen, Rothstein et al. 2006). 
2.2.2 Human Relations Theory 
(Maslow, 1954; Mayo, 1933), for this circumstance the diminishment of progressive 
strain is held to lay on the limit of individuals to achieve vanity in the workplace. 
Masters are seen as subjectively remarkable to various resources used as a piece of 
age. Thusly, if authorities are denied autonomy at work, or are diminished to going 
about as basic growths of the equipment they work, or are given work that upsets their 
capacity to make and think, it is battled that they will continually find ways to deal 
with subvert the systems for control that actualize these conditions. The essential 
endeavour of organization on this beginning is to control the workplace relations in 
ways that engage agents to feel singular satisfaction with being required by the 
affiliation. To this end, associations taking a shot at this preface are depended upon to 
see the benefit of delegates to have a say by the way they are controlled. They are 
furthermore expected that would take a dynamic energy for working up the aptitudes 
of labourers as strategies for displaying a certification to their own thriving. In 
whatever shape, the purpose of this managerial approach to manage specialist 
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relations is one that hopes to diminish inside weights by working up the sentiment 
working condition satisfaction felt by agents through methodologies that incorporate 
them in the affiliation and course of work (Anderson, Anderson, &Glanze, 2014).  
This hypothesis impacts this examination particularly with respect to the need of 
representative association in vital arranging process (Formulation, usage and 
assessment). In vital arranging, Employees are given careful consideration and care, 
since they are ones to work assets, contributing with their vitality, information and 
aptitudes. Quickly, twentieth century administration masterminds on Strategy and 
Strategic Planning got thoughts from the expressed above speculations. Cases are In 
Henry Minter’s book "The Rise and Fall of Strategic Planning (1994) mirror a general 
disappointment with the procedure of vital arranging. Mintzberg contends that 
technique can't be arranged. While arranging is worried about examination, system 
making is worried about combination. Mintzberg distinguishes three focal traps to the 
present methodology arranging rehearses: The supposition that discontinuities can be 
predicated implying that Forecasting procedures are constrained by the way that they 
have a tendency to accept that the future will look like the past. This gives fake 
consolation and makes methodologies which are at risk to crumble as they are 
overwhelmed by occasions. The second is that organizers are disengaged from the 
truth of the association implying that the idea must be withdrawn from the activity, 
technique from operations, (and) apparent scholars from practitioners et cetera. The 
third and last defect recognized by Mintzberg is the presumption that technique 
making can be formalized. To this, he contends that there is tight scope of choices or 
choices that don't fit into the pre-decided structure.  
The second is Michael Porter who is the organizer of the cutting edge system field 
and one of the world's most persuasive scholars on administration and intensity. We 
utilize his phrasing each day, for example, upper hand, the esteem chain, separation 
and esteem creation  
The third one is Igor an off who is known as the father of Strategic administration 
because of his distributions about the key administration. In his book 'Corporate 
Strategy' distributed in 1965,he concentrated to a great extent on the outer, instead of 
interior, worries of associations, including the coordinating of items to various sorts of 
business sectors - for the investigation of which An off presented his notable Matrix 
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(Ansoff's Matrix),another key arranging instrument that is still generally utilized 
today. He developed a deliberate way to deal with procedure plan and key basic 
leadership through a structure of hypotheses, systems and models.  
Those investigations on Strategic arranging are extremely valuable to this exploration 
and frame it essential hypothetical data in full, particularly where they for the most 
part indicate that Strategic arranging is regularly situated to a specific association's 
conditions at a specific time in its history. They express that the way toward breaking 
down vital arranging exercises includes clear and quantifiable objectives and targets, a 
comprehension of inward and outer components affecting the business, the production 
of significant procedures and strategies, and the utilization of a measuring and 
checking plan to assess comes about. 
Figure 2.1: Strategic Management Process 
 
Source; Gibson, &Cassar, (2002)  
2.2. The empirical literature review. 
2.2.1. Human Capital Management Strategy 
What is Human Resource Management (HRM)? What's more, why HRM is 
imperative in human resource field? HRM is a requesting and progressing process. 
HRM is in charge of how individuals are dealt with in associations. It is in charge of 
bringing individuals into the association, helping them play out their work, 
remunerating them for their works, and taking care of issues that emerge 
(Cherrington, 2014). There are a few parts that can be played by HRM. To begin with, 
HRM should enable the association to verbalize the reason for the learning 
administration framework. For instance, associations grasp advancements to take care 
of issues before they've even recognized the issue they are attempting to unravel. At 
that point, once they understand the blunder, they think that it’s hard to dispose of the 
first arrangement and hard to accumulate the resources expected to put resources into 
an answer for the genuine issue. Second, HRM must guarantee arrangement among an 
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association's central goal, proclamation of good standards and approaches. Besides, 
HRM must support a culture that grasps getting the correct data to the opportune 
individuals at the perfect time. Third, HRM ought to make "a definitive representative 
ordeal" by changing implicit information into unequivocal learning; manufacture 
worker aptitudes, abilities and making seat quality. Fourth, HRM can absorb viable 
learning sharing and use into regular day to day existence. It has the capacities for 
making, measuring and strengthening an information sharing desire. Fifth, HRM must 
controls and permit practices that in the precision universe of modern proficiency, 
never would have been endured.  
Associations ought to specifically perceive and remunerate, as opposed to generally 
demoralize and punish these awful sorts of practices. 6th, HRM must adopt a vital 
strategy to helping firms oversee everything with respect to the employments of 
innovation. With the goal that the innovation was completely use for the correct 
purposes by the representatives. Unquestionably, some control is required yet the 
bigger inquiry for HRM is deciding fitting limits. Ultimately, HRM must champion 
the low-tech answers for learning administration. In spite of the fact that it ought not 
to disregard the cutting edge information administration devices, HRM contains the 
aptitude to grow low-tech learning administration procedures. In any case, HRM 
framework is an answer for business issues that including positive and negative 
complementarities as opposed to individual HRM rehearses in segregation (Becker 
and Huselid, 2006).  
In addition, through all aspects of HRM capacities, in what manner can the 
inspiration, responsibility and other authoritative applicable ideal characteristics of 
representatives are guaranteed in light of a legitimate concern for ideal hierarchical 
execution? Such main impetuses were critical in changing 'work force administration' 
into HRM, and all the more as of late, HRM into 'vital human resource administration' 
(SHRM), giving acknowledgment that the powerful administration of HR is a vital 
capacity (Brewster, 1994), not an administration or bolster movement in associations. 
This passage is too long (Stoning, 2006).Encyclopaedia of Business and Finance has 
expressed that HRM has seven key functionalities. The seven administration 
capacities are staffing, execution evaluations, remuneration and advantages, preparing 
and improvement, worker and work relations, security and wellbeing, and human 
resource investigate. These days, the HRM calling is created enough for able, 
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experienced HR experts to be out there, offering their administrations remotely 
(Eleanna and Nancy, 2007) yet the hindrances to compelling HRM should be 
overcome to better recognize the future way to deal with and impact of HR rehearse 
on the administration of associations. The general achievement of HR experts and the 
calling will along these lines just is upgraded, if there is an eagerness to deal with the 
HR work in a visionary way and if there is earned acknowledgment pending in 
eventual fate of their commitment by associations' best level initiative framework 
(IFSAM, 2006). To conquer the issues in human resource administration, a great 
human resource arranging framework should be created.  
Vital administration of HR speaks to a change that is moderately new in the field of 
human resource administration. An imperative part of key human resource 
administration is tied in with centring the administration in representatives as an 
apparatus to increase upper hand. Presently, associations are made mindful that 
effective HR strategies and practices of fitting can expand execution in different 
territories, for example, efficiency, quality and money related execution.  
Execution administration is an arranged procedure in which key components are 
distinctive estimation, input, encouraging feedback and progressing discourse 
amongst chiefs and workers. It needs to do with estimation bring about the type of 
execution accomplished in correlation with the desires communicated as destinations. 
Additionally, it needs to do with the sources of info and qualities. Sources of info are 
the learning, aptitudes and practices important to deliver the normal outcomes. 
Necessities are recognized by characterizing these prerequisites and assess how much 
the normal levels of execution are accomplished through successful utilization of 
learning and aptitudes, suitable conduct.  
Execution administration procedure needs to do with all the business and not only the 
administrators. So directors are not just in charge of conveying the required execution. 
Administrators ought to have the certainty to circulate specialist and duty all through 
the association. As it were, administrators need to work together and consider as their 
very own major aspect individuals to write about accomplishing the required 
execution. Chiefs and their groups are together in charge of the outcomes and are both 
associated with concurring what they ought to do and how they ought to do it. 
Execution administration forms are a piece of clearing over the association. Chiefs 
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and different representatives of the association should cooperate to mutually focus on 
accomplishing the execution.  
Execution administration technique should concentrate on the improvement to a 
persistent and adaptable process including supervisors and all the association that 
work as a solitary group. This ought to decide how they can best cooperate to 
accomplish the required outcomes. This makes it conceivable to concentrate on the 
arranging of future execution and execution upgrades existing. HRM Strategy gives 
the premise to customary exchange and continuous amongst administrators and 
different representatives about execution needs and further advancement of the 
association. Key human resource administration may convey various advantages to 
the association (Brewster et al., 2000).  
Competency implies the state or nature of being satisfactorily or all around qualified 
and being able to play out a particular part (Hoffmann, 1999). The idea of ability has 
diverse implications, and keeps on staying a standout amongst the most diffused terms 
in the administration advancement area, and the hierarchical and word related writing. 
Six capabilities, which are most critical, incorporate viable authority abilities, critical 
thinking aptitudes, relational abilities, client introduction, comes about introduction, 
and group introduction (Abraham et al., 2001).  
Various methodologies have developed that recommends that hierarchical resources 
and abilities that are uncommon and important are difficult to mimic and frame the 
premise of upper hand. Resource based view proposes that human resource can add to 
maintained upper hand by encouraging the advancement of capabilities that are firm 
particular, delivering complex social connections, mirror company's history and 
culture, thus, creating unsaid information in associations. As indicated by non-HR 
respondents vital commitment is the competency that will prompt money related 
intensity, while HR supervisors view business information as vital for included 
estimation of the HR work (Boselie, 2005).  
Connection amongst skills and hierarchical execution concentrates on the connection 
between business exercises and representatives, business exercises, key designs and 
client esteem (Eichinger and Ulrich, 2014). A competency model can possibly 
impressively enhance the association execution and representative fulfilment, if the 
reasonable belonging are determined to the plans, and executions are connected.  
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There are distinctive methodologies in the improvement of competency models, for 
example, single-work competency display, one-estimate fits all approach, and 
different occupations approach (Mansfield, 1996). The different activity approach 
gives two points of interest. To start with, is a typical theoretical system and second is 
customization for singular occupations. Subsequently, it is the main approach that 
encourages examination of competency models with each other and correlation of 
representative profiles with Human Resource Competencies and Organizational 
Owais, Gohar, Wahab and Marium (2013) different occupations. It is likewise more 
practical when contrasted with single-work approach (Mansfield, 1996). Research 
emphatically shows that association’s best at utilizing abilities allot most of their 
advantages towards adjusting competency models to methodology and incorporating 
them into everyday practices. Also, aggressive HR bunches use top change 
administration practices to guarantee inventive behavioural prerequisites are 
recognized and affected after some time to encourage representatives and working of 
the association overall. Nonetheless, the real blunder numerous HR divisions make is 
that as opposed to systematizing the principles they concentrate on being 
superfluously careful in the quest for flawlessness.  
The use of competency structures as a start for authoritative focus training is a typical 
practice in the associations (Garavan and McGuire, 2001). Human resource 
frameworks can add to ceaseless upper hand by encouraging the development of skills 
that are association particular and can create multifaceted social dealings. Sound 
acknowledged HR capacities are given. 
2.2.2. Corporate Culture 
Organizational culture comprises of an unpredictable arrangement of belief systems, 
images and centre esteems that are shared all through the organization and impacts the 
way business is led. Confirmation recommends that a firm can create centre abilities 
as far as the two capacities it have and the way the abilities are utilized by strategies 
to deliver wanted results. At the end of the day, in light of the fact that the 
authoritative culture impacts how the firm leads its business and it directs and control 
workers' conduct, it can be a wellspring of upper hand (Gupta and Govindarajan, 
2000).  
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As indicated by Zellner (1997) some organizational cultures work in a ponderous and 
aggressive way with no place for botches and no tolerance with the outflow of 
discontent. It is imperative to recollect that social standards can transmit compelling 
and sound examples of conduct too. Drucker (1997) contends that each organization 
has a culture that shapes and characterize the setting in which a person's conduct is 
seen and judged. The accentuation a pioneer gives is influenced by the way of life of 
organization plus the formal and casual reward frameworks that fortify that culture. 
Frequently the most effective elements are inconspicuous and hard to watch unless 
one is a piece of the framework. The effective standards that drive and sharpen 
pioneer conduct are regularly the unwritten and implicit strings that are woven into 
the texture of everyday life. Workers come to know these nuances by how they are 
remunerated or rebuffed. The prizes and disciplines are themselves frequently 
unpretentious. They shape the conduct and are most capable when they are outside the 
authority's mindfulness (Drucker, 1997).  
Among the major problems in using strategy, one is seen to be extra social & 
behavioural in natural world, counting the effect of denied combination of diminished 
possession sentiments, happenings plus responsibility (Aaltonen &Ikåvalko, 2002). 
Corboy and O'Corrbui (1999) recognize genuine in values of methodology usage. 
These incorporate alack or poor comprehension of procedure execution, absence of 
full valuation for the system by clients and staff, on-affirmation of troubles and 
hindrances, and disregarding the day by day business goals. Marginson, (2002) battles 
that execution of strategy advances at least from a procedure of charming gathering 
duty through a coalitional type of basic leadership, or because of exhaustive 
coalitional interest in usage staff through a strong corporate culture.  
Hierarchical way of life alludes to the initiative mode of administrators. Respect is 
with this to their opportunity spending, their concentration, and inquiries on the way 
to own workers, basic leadership to them plus authoritative way of life. 
Administration additionally involves own predominant esteems plus convictions, 
individual together with organization standards, in addition to both cognizant and 
oblivious emblematic doings that might incorporate clothing regulations, work titles, 
and casual gatherings with representatives (Adkins and Caldwell, 2013).  
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In the Model of Collaborative implementation strategy, organizations encompass 
together cultures that are solid and characteristic conventions. Test for fruitful 
procedure execution comes about because of absence of development of solid social 
esteems which are fundamental in gathering varying hierarchical wants. Qualification 
amongst "masterminds" together with "practitioners" starts to obscure however never 
really disappears (Kotter and Heskett, 2012). inside association conditions which 
embrace the social form that focuses on a worker of low  level commitment into 
mutually strategy plan and execution,  Scholars partition’ is there plus "practitioners". 
It seeks after to actualize strategy from first to last the implantation of culture of 
corporate all from side to side the institution.  Social model restricts and difficulties 
the simple destinations from the financial point of view of an entity (Lankford 
&Parsa, 1999).  Tribe as organization is required to success where a solid culture 
prompts workers adjusting their individual goals and practices to those of their 
separate firms.  
In any case, an abnormal state of hierarchical slack is expected to give and maintain 
social model. This model has a few areas which incorporate its presumption of very 
much educated and astute members, floating in addition to loss of centre by firms 
with this sort of representation, the elevated cost of progress in culture, expanded 
similarities that could prompt lost assorted variety, and inventiveness limitations 
(Lankford &Parsa, 1999).  
Authoritative culture incorporates the mutual convictions, standards and qualities 
inside an entity. It brings up establishment of methodology. For a methodology inside 
an organization to create and be actualized effectively, it should completely line up 
with the hierarchical way of life. Along these lines, activities and objectives must be 
built up inside an organization to help and build up a hierarchical culture that grasps 
the institution's system after some instance (Sadri &Lees, 2001).  Connection between 
system and culture   has been very much investigated in writing. An investigation 
found a solid relationship between corporate system and culture, along these lines 
reasoning that a social unit of people with prospectors‟ strategy have a tendency to 
have formative civilization, whilst those with guarded methodology have a tendency 
to have progressive culture (Sadri &Lees, 2001).  
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As indicated by Arthuret al. (2005), the way of life which is in organizational inside 
can't be isolated from the conduct and styles of the pioneers of the organization. Their 
way   to lead shall straightforwardly affect on the organization's way of life and 
cooperation. Individuals identify with and mirror the conduct they see in pioneers; it 
makes impact for administration on culture at a high critical level. A viable and 
vigorous culture is a basic fixing in guaranteeing the expansion of base outcomes for 
all groups of organized people. Connection between an organizations culture and 
execution can be ascribed to the way that culture more often than not controls the 
route in which singular individuals decide, translate and deal with the organization's 
condition, utilize data, and how they act. A comprehension and assessment of the 
organizations culture could draw out the contrast amongst progress and 
disappointment in a business situation. The test for an organization and its pioneers, 
along these lines, is to have the capacity to distinguish, make, and manage the kind of 
culture that is helpful for accomplish wanted outcomes.  
The usage of another strategy starts with appreciation of authoritative culture and 
finishes up with an adjustment to current culture for methodology encouraging and 
maintaining (Lund, 2003). Way of life permits versatile organizational conduct by the 
important for system execution (Mehta &Krishnan, 2013).Social examination enables 
us distinguishing subunit progression. All the way through this, it is conceivable for 
recognizing procedure basic components that necessitate to be managed for a fruitful 
execution. Crittendens (2008) sets:”A strategy can't be effectively actualized unless 
organizational way of life is understood, since it involves principle restriction to 
usage. With a couple of minor rejections, authoritative alter could mean social change 
(Heracleous, 2000). Organization's way of life inescapability requires that 
administration distinguish fundamental measurements of corporate culture plus its 
comparing way on representative connected factors that incorporate attachment, 
responsibility, fulfilment, system usage, execution, to specify a little (Lund, 2003). 
Putting up authoritative atmosphere which is relevant to methodology usage is 
noteworthy for coming about to strategy of working (McKinley and Scherer, 2000). 
Hierarchical atmosphere characterizes attributes for inward condition which 
encourage the teamwork, advancement of people, responsibility level, devotion of 
staff in the organization, and the effectiveness of making an interpretation of the 
reason into comes about. Organizations whose system is actualized with helpful 
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atmosphere are more compelling compared to those that are not (Wai-Kwong et al., 
2001).  
Solid cultures support fruitful strategy usage. Despite what might be expected, frail 
cultures are a hindrance to fruitful strategy execution (Buul, 2010). Mehta and 
Krishnan (2013) contend that solid culture bolster mutual confidence in standards, 
honesty plus different ethics inside organization that assistance reinforce everybody to 
share their business to advance effective system usage. In feeble societies, 
representatives have next to zero pride in responsibility for. It is messy and there are 
not very much esteem enticing individuals to shape political gatherings inside the 
organization. Such cultures give next to zero help to actualize system.  
Research shows that hierarchical culture, particularly the degree to is adjusted or not 
lined up by procedure, is the absolute most noteworthy factor in deciding the strategy 
accomplishment usage adjusted to set goals (Marks, 1999; Kotter and Heskett, 2012; 
Lee &Yu, 2013). Connection among hierarchical culture and accomplishing managed 
elite has been demonstrated. Culture-methodology fit assessment sand culture 
arrangement activities are fundamental works that pioneers on the whole and 
exclusively has a commitment to attempt to „lay the tracks‟ for vital needs to take off 
on. At the point when culture adjusts to methodology execution, an organization can 
work more effect. 
Moreover, a standout amongst the most striking qualities of elite associations is the 
point of agreement among dealing technique and association culture that they figure 
out how to accomplish and manage after some moment. Some portion of social 
arrangement and technique usage incorporates process execution. Procedures in this 
situation incorporate the use of innovation to encourage objective achievement and 
the outcomes an organization is searching for when working with clients to fulfil their 
necessities. While more often than not the difficult issues and needs of an association 
are met, the way of life is disregarded.  
Now is the place forms come into place and technique execution bit by bit appears to 
maintain and keep up hierarchical way of life plus procedures (Kaplan &Norton, 
2005).Geiger, Ritchie, Marlen and Dan (2006) inferred to objectives might come into 
arrangement whilst the authoritative culture endeavours to concentrate on efficiency 
and getting the association's essential missions accomplished. It might incorporate, 
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however not restricted to, convenient conveying items or administrations to clients, 
sending out a larger number of items than the association's main rival or some other 
pertinent objective. Karami (2005) places that the same will make a small impact to 
association which guarantees that every performed work by every person into 
organization in addition to work aggregate concentrates on execution as well as on the 
key significance of the organization. It enables culture to line up through system 
usage and no more essential stage. Concerning this point of fusion to complete, 
objective situation has to adjust and be upheld by active frameworks, methods, 
arrangements, and procedures inside the association, along these lines fulfilling 
methodology execution and proceeding with the association's social integrity.(Collis, 
Montgomery, &Intermezzi, 2013).  
By making central focuses for basic leadership that are broadly shared over a firm, 
hierarchical culture limits the decisions accessible to people, prompting regularly 
acknowledged choices without broad correspondence. The improvement of central 
focuses through a common authoritative culture is particularly significant in a non-
routine choice setting (Kreps &Scheinkman, 1983).  
At the point when representatives confront a strange and testing client issue, the 
verifiable govern for some associations might be that they ought to make a special 
effort to help the clients. On the off chance that client protection is an urgent 
component of an association upper hand and it has set up a culture that keeps up 
stories and general guidelines that attention on quality client benefit, at that point the 
way of life bolsters the procedure and will by all possibility, enhance its execution. 
On the opposite, if client maintenance is a piece of the technique yet the association 
culture isn't client cantered, afterwards system and culture are not matched and 
methodology implementation was fewer compelling (Walker, 2009). 
2.2.3. Financial Resources 
The resources of a firm are the advantages that administrators need to work within 
their journey to enhance the execution of the Enterprise. They incorporate both 
unmistakable and immaterial resources (Hill-Mcshane, 2013). Mellahi(2005) Quotes 
Barney(1991)who characterized an organizations resources as all advantages, 
abilities, hierarchical procedures, firm qualities, data, and information guarded by a 
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entity which empower it to consider plus actualize ways and means that enhance own 
productivity plus viability.  
Wheelen and Hunger (2008) declares that resources are association resources and are 
the fundamental building squares of an association. Unmistakable resources are 
physical resources, for example, land, Buildings, equipment, stock, and cash. 
Immaterial resources are non-physical resources that are a formation of Managers and 
different representatives, for example, Brand names, notoriety of the organization, 
among others.  
Powerful administration of an association's resources assumes a basic part in the 
compelling implantation of procedure. This is a key initiative activity and likely the 
most imperative. Key administration is worried about the adjusting the inside 
resources of an association to the open doors in the outside condition maintaining in 
mind the ending aim to accomplish key plan for the association. As per Barney and 
Hersterly (2014), an association's inner resources incorporate budgetary resources 
(monetary capital that associations use to detail and execute strategy), physical 
resources, human asset, and authoritative resources that incorporate the traits of 
gatherings of people, the association's arranging, structure, controls, culture, notoriety 
and casual connections among bunches in the association  
Murugan (2014) characterizes spending plan as an announcement of expected 
outcomes communicated in numeral terms. It might be known as an "evaluated" 
design. A financial plan might be communicated in money related terms; as far as 
work hours, units of item, or machine hours; or in some other numerically 
quantifiable terms. It might manage operations, as the capital consumption spending 
plan does, demonstrate money inflow, as money spending plan does. Be that as it 
may, making a financial plan is obviously arranging. He expresses that planning is a 
huge piece of both arranging and the controlling procedures and broadly utilized by 
administrators to plan, screen and control different exercises at each level of the 
association.  
Tosi (2014) distinguished some of qualities of productive budgetary framework which 
incorporate spending plan situated towards comes about, budgetary framework ought 
to be more powerful if the obligations and duties regarding all operations are very 
much characterized and properly allocated spending plan ought to be straightforward 
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and justifiable, reasonable and objective. Financial plan ought to be founded on 
documentable data and not basic mystery and judgment. A brisk and two-way 
correspondence ought to be received with the goal that the administrators get 
auspicious data on deviations. In conclusion, spending plan ought to be seen as 
positive and be helpful for poise.  
Otley (2011) abridges the advantages of spending plans as takes after:- Budget help 
supervisors in coordinating faculty endeavours inside the association towards a shared 
objective, it goes about as a control gadgets to rectify any deviation, it helps in the 
only estimation of execution, it enables administration to gain from past encounters, it 
actuates the administration to move thoughtfulness regarding future operation since it 
is a piece of arranging procedure and powers chiefs to foresee and figure the pattern 
and changes in the outer condition and ultimately it encourages interchanges all 
through the association.  
However this Arthur, Shane &Mondy (2013) contend that in spite of its advantages, 
planning has turned out to be significant to the arranging procedure since spending 
plans are frequently excessively unbending and prohibitive in light of the fact that HR 
administrators are given minimal free deliver dealing with their resources, spending 
plan might be changed time and again or not under any condition making it 
troublesome for workers to meet execution levels, moreover, stores are apportioned 
for different exercises may not be transferable starting with one record then onto the 
next. Spending plans are utilized to assess the execution and result yet the reasons for 
disappointments and achievement are not completely examined, spending plans may 
utilized correctional whereby workers sees spending plans basically as rating 
instrument for getting their mix-ups which bring down their spirit and weaken their 
feeling of devotion, spending plans influence a few directors to trust that all resources 
assigned in a financial plan for a given action must be spent on that action which 
might be hindering to the association's adequacy. Planned objectives might be seen as 
too high regularly abused especially amid the assessment of activity with the plans 
and strategies in the light of the most recent data (Otley, 2011). 
2.3. Summary and Research Gaps 
Organizational implementation of strategic plans in is a study area that includes 
dissimilar social sciences fields involving strategic management, organization 
24 
 
development and organizational theory. According to Hitt et al (2016), the result of 
this intertwined complexity is rightly construed to activate a comprehensive 
investigative endeavour to bring forward a universal model concerning reality and 
ideal-think underpinning the concept of strategy implementation. Despite heightened 
interests on formulation unlike implementation of strategic plans, there is an evident 
geographical bias when deciding most studies‟ operational scopes. As a result, most 
of the generalizations regarding strategy implementation are based on populations 
extracted from developed economies and advanced organizational set-ups as opposed 
to small and developing contexts.  
This augurs well for a subjective reference but adds little value if objectivity and 
exclusivity are the bases for deductions. It is this argument that informs the design of 
this study where none of the same has been conducted with the intent of adding 
diversity to existing subjective knowledge. The choice of the Salvation Army church in 
Rwanda and Burundi Command as study location and variable scope is embedded on the 
ideals of fair inclusion and geographical representativeness which are key ingredients 
towards universal theory formation. Based on proposed design and methodology on 
the target population, it is highly anticipated that this study will induce a renewed 
debate and further researches on relationship between an organization’s institutional 
factors and optimality in strategic plan execution. 
2.4. Conceptual frame work 
This is a set of wide information and main beliefs engaged from pertinent 
investigation fields; utilised to arrange presentation (Biklen 2003). In conducting the 
study, a conceptual framework was developed to demonstrate the 
connection among the autonomous variables and dependent variable.  
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Figure 2.1 Conceptual framework 
Theories     Independent Variables                 Dependent Variable 
 
 
 
 
 
 
 
 
 
 
 
2.5. Operationalization of variables. 
Oseno Ben (2012) says that a variable is an assessable feature that assumes different 
values between the subjects. It refers to the type of quality or attribute or character 
that may take on more than one value Therefore, it is anything that can vary, change 
or be changed such asKnowledge, skills, finances, and so on. The Independent 
variable is the one the researcher manipulates (changes) and it is assumed to 
encompass a straight effect on the dependent variable. 
Human Capital Management Strategy 
HRM is in charge of how individuals are dealt within a given organization. Becker 
and Huselid (2006) declare that In any case, HRM framework is an answer for 
business issues. Under Human Capital management, valuables such asDevelopment 
of Human resource, existence and availability of policy and procedures and 
Employees skills was examined considering the statically data of Human resource 
developed, existence of policy/procedure manual and availability to users, the number 
of skilled employees and their impact to Organizational strategic planning. 
Corporate Culture 
Arthuret al. (2005), indicates the way of life existing within an organization can't be 
isolated from the conduct and organizational pioneers styles. Their leading system 
will straightforwardly affect on the organization's way of life plus cooperation. In this 
study, culture or the way of living and doing things is regarded under core values of 
the salvation Army and their impact on strategic planning, individuals ‘behaviour and 
Organizational 
Strategic Planning  
Human Capital Management 
Strategy 
Corporate Culture 
Financial resources 
 
Human 
relations theory   
 
Resource based 
and dynamic 
capabilities 
theory 
Institutional 
theory 
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leadership mode. The respondents will determine either those valuables affect 
strategic planning or not, based on some explanations. 
Financial resources 
Wheelen and Hunger (2008) declares that resources are association resources and are 
the fundamental building squares of an association. Unmistakable resources are 
physical resources, for example, land, Buildings, equipment, stock, and cash. 
Immaterial resources are non-physical resources that are a formation of Managers and 
different representatives, for example, Brand names, notoriety of the organization, 
among others. In this study valuables such as Cash Inflow, Budgeting and budget 
control and Equipment and Furniture are regarded to, to determine either they impact 
strategic Planning within the Salvation Army. 
 
 
 
 
 
 
 
 
 
 
2.6. Chapter summary 
Herby it is discussed the Literature review with theories associated to strategic 
planning process,  empirical literature review with examination of others studies on 
the factors affecting strategic planning, the summary and gaps between literature and 
empirical that need to be filed by the current study, the conceptual frame work with 
demonstration of independent and dependent valuables. It also states about 
operationalization of valuables by a brief clarification of how they are defined and 
measured. 
Human Capital Management Strategy 
 Policy and Procedures 
Employee Skills 
Motivation 
Corporate Culture 
Core Values 
Individual’s Behavior  
 
Financial resources 
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Organizational 
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
Hereby discussion refers to the research methodology that was used to achieve the 
objectives set for this study. This includes the research design, the target population, 
sample size of the study, validity of sample, reliability, and data collection instruments 
and data analysis technique.  
3.1 Research design 
Orodho (2003) in his definition to research design declares that it is the method, chart 
or plan that is used to produce responses to problems of research. Referring to Kombo 
& Tromp (2006), research design could be considered as structure of research. The 
case study design of research was used for this research. The case study is a research 
system, located between tangible data taking techniques as well as methodological 
distinct set of concepts (Lamnek ,2005). It permits for an in-depth study of the subject 
of affecting organizational strategic planning in the Salvation Army church. Case 
studies put extra importance on a full related analysis of fewer measures or 
conditions. This provides for valuable nearby for solving problem, as well as 
evaluation plus strategy. It also provides for the benefit of being able to observe and 
record non-verbal as well as verbal behaviour (Cooper & Schindler, 2003). 
Descriptive research design was also utilised for showing the connection among 
variables (dependent and independent). Design is to be chosen since it is further 
accurate and exact involving explanation of actions in a vigilantly designed way 
(Babbie, 2002). This research design also portrays the features of a fully population 
(Chandran, 2013). 
3.2 Target Population 
Lyon (2015) characterizes target populace as all-inclusive arrangement of the 
investigation of all individuals from genuine 'or speculative arrangement of 
individuals, occasions or questions which a specialist wishes to sum up the outcome. 
The objective populace of the examination for the most part got from the staff of 
The Salvation Army Church. The Salvation Army Rwanda and Burundi Command is 
structured into hierarchical levels (top, middle and low level management) and 
different departments. Over all Strategies are formulated at top level (CHQ), 
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communicated by the middle level ((DHQ/SHQ) to the lower levels (corps and 
institutions. The exploration   utilized target populace of 120 people and a random 
stratified sampling   gave the sample of 60 respondents. 
Table 3.1 Target Population 
Category Target Population Percentage (%) 
Top level (THQ) 10 8.4 
Middle level (DHQ) 13 10.8 
Low level (Corps)   97 80.8 
Total 120 100% 
 
3.3. Sample and Sampling Technique 
As indicated by (Mugenda and Mugenda, 2012), Sampling methodology alludes to a 
methodical procedure of identifying people to represent a bigger group from which 
they were chosen. The researcher utilized stratified Sampling methodology to settle 
on the sample population. Judgment technique was referred to at top and middle 
levels of management, while at low level of management; respondents were picked 
randomly in every corps/institution. Kothari, (2013) states that a sample size of 30% 
to 40% could be considered. Thus the exploration suggests that this investigation was 
test more than40% of the whole populace of the representatives in the association. 
From the target population of 120 people 50% yield sample size of 60 respondents. A 
sample is an extent of the target population that is illustrative of the entire population 
from which it is attracted request to sum up the research study  
Table 3.2 Sample population 
Category Target Population Sample size (50%) Percentage (%) 
Top level (THQ) 10 5 8.4 
Middle level (DHQ) 13 7 10.8 
Low level (Corps)   97 48 80.8 
Total 120 60 100% 
3.4. Instruments 
Creswell (1994) realised that, methods of data collection for primary data take in: 
semi-structure and structured questionnaires, questionnaires that are mailed, 
interviews that are structured and semi-structured (individual interviews or use of 
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telephone), focus group discussions plus observation. Questionnaires are the most 
commonly used methods when respondents can be reached and are willing to co-
operate. This study   used both secondary and primary data. 
Secondary data was obtained from statistical records, policy documents and any other 
official documents that were found relevant to the study. Primary data was collected 
using semi-structured questionnaires. The choice of semi-structured questionnaires 
was informed by the need to have a standardized test of factors 
affecting organizational strategic planning at the same time giving respondents 
flexibility they need to give more information regarding the same. The questionnaire 
had two major sections. First section sought demographic general information while 
the second focuses on responses to research questions.  
3.5. Pilot Study 
Harper (2012) contends that for a survey to deliver valuable outcomes, it must have 
legitimacy and unwavering quality. In the event that the survey can really test what it 
is expected for, it alludes to legitimacy, though, unwavering quality measures the 
significance. To test the unwavering quality and legitimacy of the poll, a pretest was 
done. The poll was managed to 6 respondents not in the investigation test in order to 
build up whether the survey measures what it indicates to quantify.  
3.6. Data Collection Procedure 
Questionnaires were used to collect primary data. Primary data according to Kothari 
(2013) is the data collected a fresh for the original occasion while secondary data is 
that data that was previously gathered and passed through statistical process. As 
indicated by Chandran (2012), Questionnaires give a high level of information 
institutionalization and appropriation of summed up data among any populace. They 
are valuable in an illustrative report where there is have to rapidly and effortlessly get 
data from individuals in a non-undermining way. Essential information was gathered 
utilizing polls which contained shut and open finished inquiries and furthermore liker-
scale kind of inquiries to decide the elements factors affecting organisational strategic 
planning in the Salvation Army church. Primary data was collected through the 
administration of questionnaires. They were dropped at the Salvation Army church and were 
picked after some days to allow for the filling by the selected respondents, some were sent via 
e-mails and filled by respondents then e-mailed back. 
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3.7 Data Analysis and Presentation 
Essential information gathered was coded and broke down with the assistance of the 
Statistical Package for Social Sciences (SPSS). The study utilized distinct 
measurements, for example, mean scores and standard deviations. The data was 
analyzed by using both qualitative and quantitative methods. The findings of results 
were presented in form of tables, frequency, percentage and figures. 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
Before conducting the research, the researcher did a pre visit to the organization and 
seek information from the organization management and the researcher was involved 
the management on the extent and what information the researchers seek. 
3.8.2 Voluntary Participation 
The research was voluntary and none of the respondent was cowered to take part in 
the research however the researcher took time to clarify to those responding the 
research importance to them and to the research and any participation was highly 
appreciated. 
3.8.3 Confidentiality 
All data that was collected in the organization was only for education purpose and no 
information was reproduced without the consent of the organization and the 
researcher.  
3.8.4 Privacy 
Assurance to respondents was granted that what they share will not be disclosed. 
Moreover, respondents were not asked to give their personal details such as names 
and all information was coded. 
3.8.5 Anonymity 
A “strictly nameless” study design is one in which it's far not possible to trace records 
or records lower back to the studies problem from whom it was acquired.  In different 
phrases, the records cannot be recognized to any precise studies participant, not even 
by the researcher.  The research did a complete separation, the take a look at design 
involved inside the creation of a code linking the subject’s identification to a 
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pseudonym, as the identity of the problem can be traced to the statistics, written 
consent shape became accrued, and this consent shape needs to be separated from the 
facts that the problem offers. 
3.9. Chapter Summary 
This section focused on data gathering methodology and the design of research for the 
study.  Through this part, the investigator discussed the design of research, type and 
sources of data, design sampling, techniques to collect data, instruments plus 
procedures of collecting data, its analysis and the ethical consideration observed in the 
study. 
 
 
  
RESEARCH FINDINGS AND DISCUSSION
4.0. Introduction 
In this chapter the researcher   analys
Qualitative. The analysis process is done on the basis of the variables of the research 
objectives. Graphs and pie charts are used for representation.
4.1. Presentation of Findings
4.1.1 Response Rate 
Table 4.1 showing   respondents
Category 
Top level (THQ) 
Middle level (DHQ) 
Low level (Corps)   
Total 
Source:  Author questionnaires analysis
The sample size was 60 respondents. All questionnaires were received back and 
analysed. Therefore, the response rate was of 100%
Figure 4.1 Response Rate
Source:  Author questionnaires analysi
Top Management 
(CHQ)
8%
Low Management 
(Corps/Institutions
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Figure 4.1 indicates the response rate which is 100%.That is out
distributed, all of them were received back
involved in this study participated fully.
4.1.2. Gender of the respondents
Table 4.2 showing Gender of the respondents
Gender 
Male 
Female 
TOTAL 
Source:  Author questionnaires analysis
Figure 4.2.  Showing Gender of the respondents
Analysis from the table 4.2
with 58.3% of representation. Women are represented at 41.7%.
4.1.3. Age Brackets of the respondents
Table 4.3 showing Age Brackets of the respondents 
Age bracket 
 18 yrs. – 30 yrs 
 31 yrs. – 40 yrs 
41yrs – 50 yrs. 
Above 50 yrs  
TOTAL 
Source: Author questionnaires analysis
 
Female
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25 41.7
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 and figure 4.2 indicate that respondents are majority men 
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14 
22 
16 
8 
60 
 (2017) 
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%age 
23.4 
36.6 
26.6 
13.4 
100 
Figure 4.3.  Showing Age Brackets of the respondents
Source: Author questionnaires analysis
Both table 4.3 and figure 4.3
respondents are between 31
41-50 years follow with a score of
represent respectively 23.4% and 13.4%.
4.1.4. Management Levels of the respondents
Table 4.4 showing Management Levels of the respondents 
Management Level 
Top Management (THQ)
Middle Management (DHQ)
Low Management (Corps/Institutions)
TOTAL 
Source: Author questionnaires analysis (2017)
Figure 4.4: showing Management Levels of the respondents
Source: Author questionnaires analysis (2017)
41yrs 
Above 50 yrs 
Low Management 
(Corps/Institution
s)
81%
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 show the age brackets of respondents. The majority of 
-40 years old as they score 36.6%. Those aged between 
 26.6%. Old and young people are few, as they 
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 48 
60 
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27%
13%
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8.4 
10.8 
80.8 
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                       Table 4.4 and figure 4.4 show respondents management levels. Five are from top 
level (CHQ), seven respondents belong to the middle level (DHQ) and forty eight 
respondents belong to low level of management (corps and institutions) where 
strategies are implemented. This explains that majority of respondents at a rate of 
80.8% are implementers, hence there is a big need for them to participate actively in 
formulating and must have good understanding concerning organizational strategic 
planning. 
  4.1.5.   Educational Level 
Table 4.5 showing Educational Level of the respondents  
Primary 
level 
Secondary 
level 
College level 
      
University 
graduates 
Total 
 
42 13 2 3 60 
70% 21.7% 3.3% 5% 100% 
Source: Author questionnaires analysis (2017) 
Figure 4.5: showing respondents   Educational Level 
 
Source: questionnaires analysis (2017). 
Table 4.5 and figure 4.5 indicates that majority of respondents are primary education 
level with 70%, while secondary level is represented with 21.7%. College and 
University are poorly represented as they portray 3.3%and 5% respectively. This 
indicate that majority of respondents have a low level of education and mostly from 
low level of organizational management (corps and institutions). 
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4.1.6. Developed Human resource in strategic planning 
Table 4.6. Showing Developed Human resource in strategic planning 
Development level Number Percentage 
Never developed 36 60% 
At least once 15 25% 
More than one time 8 13.3 
Expert 1 1.7 
Total 60 100% 
Source: questionnaires analysais (2017). 
Table 4.6 shows the developed human resource in strategic planning into the 
Salvation Army church of Rwanda and Burundi command. Sixty per cent received 
any development, while 25% have been formed at least once in form of one day 
seminar. Those often trained are 13.3%, when the experienced person in strategic 
planning matters is only 1 person, representing 1.7% of the respondents. 
4.1.7. Experience level 
Table 4.7.showing personnel Experience level 
Experience  level Number Percentage 
Less than 2 years 0 0% 
2-5 Years 55 91.6% 
6-7 years 5 8.4% 
Above 8 years 0 0% 
19 years and above  0 0% 
Source: questionnaires analysais (2017). 
By Experience level, we understand the number of years the respondent have been 
involved in strategic planning of his/her level of operation. Example: Since when a 
local officer of any given corps have been involved in corps strategies formulation 
and implementation.  The table 4.6 shows that 91.6 of the respondents have 
experience of less than 5 years, since the use of strategic planning was firstly 
introduced in the Salvation Army Rwanda and Burundi command in 2014. Few years 
before, Leadership introduced strategic planning process at top level management, but 
in none structured manner. Later in 2014, an expert assisted to introduce the use 
strategic planning, but members were informed
4.1.8. Our organization has HR policies and procedures
Table 4.8. Our organization has HR policies and procedures
Category  
Strongly agree 
Agree 
Neutral 
Disagree 
Strongly disagree 
Total  
Source: Research Data (2017)
Figure 4.6. Our organization has HR policies and procedures
Source: Research Data (2017)
Table 4.8 and figure 4.
organization has HR policies and procedures
undecided, 18% disagreed the organization has HR policies and procedures while 
11% agree that organization has  HR policies and procedures. Lastly, 18% of the 
respondents strongly agree that organization has HR policies and procedures. 
Dominant part of the respondents was of the opinion that the organization had not 
adopted HR policies and procedures. The findings mean that the organization had not 
realized HR policies and procedures that impact on its strategic plans as put forth by
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 about it, later  in 2015, 
 
 
Frequency Percentage (%)
11 18%
7 11%
12 20%
11 18%
19 33%
60 100%
 
 
 
6 indicate that majority 33% strongly disagreed that 
 while 20%organization were neutral or 
Agree Neutral Disagree Strongly 
disagree
11%
20% 18%
33%
rating 
of 
 
 
 
 
 
 
 
 
 
(Cherrington, 2014) HR policy 
their works, and taking care of issues that emerge. 
4.1.9. Policy/procedure document impacts strategic planning
Table 4.9 Policy/procedure document impacts strategic planning
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.7 Policy/procedure document impacts strategic planning
Source: Research Data (2017)
Table 4.9 and figure 4.
Policy/procedure document impacts strategic planning, 20%were neutral,18% agreed 
that Policy/procedure document impacts strategic planning, 11% Strongly disagreed 
that Policy/procedure document impacts strategic 
Policy/procedure document impacts strategic planning. These research findings 
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help them plan out their work, remunerating them for 
 
 
 
Frequency  Percentage (%)
25 42% 
11 18% 
12 20% 
5 9% 
7 11% 
60 100% 
 
 
 
7 indicate that the majority 42% strongly agree that  
planning while 9% disagreed that  
Agree Neutral Disagree Strongly 
Disagree
18% 20%
9% 11%
rating 
 
 
indicate that the majority of the respondents were in agreement that Policy/procedure 
document impacts strategic planning. 
4.1.10. Human resource development results in Organizational Strategic plan 
performance 
Table 4.10. Human resource development results in Organizational Strategic 
plan performance 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.8 Human resource development results in Organizational Strategic plan 
performance 
Source: Research Data (2017)
Table 4.10 and figure 4.
neutral, 20% agree the Human resource development results in Organizational 
Strategic plan performance16% strongly agree the Human resource development 
results in Organizational Strategic plan performance whil
Human resource development results in Organizational Strategic plan performance. 
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Frequency  Percentage (%)
10 16% 
12 20% 
22 36% 
9 15% 
7 13% 
60 100% 
 
 
8 indicate that the majority 36% of the respondents were 
e 13% strongly disagree that 
Agree Neutral Disagree Strongly 
Disagree
20%
36%
15% 13%
rating 
 
 
From the findings majority felt that Human resource development results in 
Organizational Strategic plan performance. This research finding concur
(Becker and Huselid, 2006) 
business issues that including positive and negative complementarities as opposed to 
individual HRM rehearses in segregation.
4.1.11. Skills/ competencies affect 
Table 4.11 Skills/ competencies affect organizational performance
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.9. Skills/ competencies affect organizational performance
Source: Research Data (2017)
Table 4.11 and figure 4.9
agree that Skills/ competencies affect organizational performance, 7% of the 
respondents agree that Skills/ competencies affect organizational performance, 29% 
respondents were neutral/ undecided whether S
organizational performance, 18% strongly disagree Skills/ competencies affect 
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that stated In any case, HRM framework is an answer for 
 
organizational performance 
 
Frequency  Percentage (%)
22 37% 
4 7% 
17 29% 
5 9% 
12 18% 
60 100% 
 
 
 
 indicated that the majority 37% of the respondents strongly 
kills/ competencies affect 
Agree Neutral Disagree Strongly 
Disagree
7%
29%
9%
18%
category 
s with 
 
 
organizational performance while 9% disagree Skills/ competencies affect 
organizational performance. The research findings up holds 
literature that states competency implies the state or nature of being satisfactorily or 
all around qualified and being able to play out a particular part 
4.1.12. Work place conditions affect motivation hence impact performance of 
strategic plan 
Table 4.12 Work place conditions affect motivation hence impact performance of 
strategic plan 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.10 Work place conditions affect motivation hence impact performance 
of strategic plan 
Source: Research Data (2017)
Table 4.12 and figure 4.1
neutral/undecided 21% strongly disagree Work place conditions affect motivation, 
hence  impact performance of strategic plan, 13%agree Work place conditions affect 
motivation, hence  impact performance of stra
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(Hoffmann, 1999) 
 
Frequency  Percentage (%)
8 13% 
8 13% 
25 42% 
7 11% 
12 21% 
60 100% 
 
 
0 indicated that the Majority 42% of the respondents were 
tegic plan while 11%disagree Work 
Agree Neutral Disagree Strongly 
Disagree
13%
42%
11%
21%
Category 
 
 
place conditions affect motivation, hence  impact performance of strategic plan is 
strongly disagree.  
4.1.13. Incentive and other employee encouragement enhance organizational 
performance 
Table 4.13 Incentive and other 
performance 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.11 Incentive and other employee encouragement enhance 
organizational performance
Source: Research Data (2017)
Table 4.13 and figure 4.1
agreed that Incentive and other employee encouragement enhance organizational 
performance for the employee. 20% were neutral16%disagree Incentive and other 
employee encouragement enhance organizational performanc
Strongly 
Agree
Agree
35%
42 
employee encouragement enhance organizational 
Frequency  Percentage (%)
21 35% 
8 13% 
12 20% 
10 16% 
9 16% 
60 100% 
 
 
 
1 indicated that majority 35% strongly agree while 13% 
e at all
Neutral Disagree Strongly 
Disagree
13%
20% 16% 16%
Percentage (%)
Percentage (%)
 
 
. while 
13%strongly disagree Incentive and other employee encouragement enhance 
organizational performance. 
having the more experienced employees tutor the less experienced employees is 
critical for employee performance. This organization may not benefit from this as the 
findings indicate that the organization does not have mentoring figures.
Corporate Culture 
4.1.14. Core values of TSA influence the way strategic planning is conducted in 
the church. 
Table 4.14 Core values of TSA influence the way strategic planning is conducted 
in the church. 
Category  
Strongly agree 
Agree 
Neutral 
Disagree 
Strongly disagree 
Total  
Source: Research Data (2017)
Figure 4.12 Core values of TSA influence the way strategic planning is conducted 
in the church. 
Source: Research Data (2017)
Table 4.14 and figure 4.1
values of TSA influence the way strategic planning is conducted in the church.
20%organization were neutral or undecided, 18% disagreed the Core values of TSA 
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This study finding concurs with Cole (2010) that stated 
 
Frequency  Percentage (%)
11 18% 
6 11% 
12 20% 
11 18% 
20 33% 
60 100% 
 
 
2 indicate that majority 33%strongly disagreed that 
Agree Neutral Disagree Strongly 
disagree
11% 20% 18%
33%
rating 
 
 
Core 
 while 
influence the way strategic planning is conducted in the church. While 11% agree that
Core values of TSA influence the way strategic planning is conducted in the church. 
Lastly, 18% of the respondents strongly agree that Core values of TSA influence the 
way strategic planning is conducted in the church. Dominant parts of the respondents 
were of the opinion that Core values of TSA does not influence the way strategic 
planning is conducted in the church. The findings concur with 
contends that each organization has a culture that shapes and characterize the setting 
in which a person's conduct is se
4.1.15 Employees’ poor knowledge about organizational core values results in 
poor performance of planned strategies.
Table 4.15 Employees’ poor knowledge about organizational core values results 
in poor performance of planned strategies.
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.13 Employees’ poor knowledge about organizational core values results 
in poor performance of planned strategies.
Source: Research Data (2017)
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Drucker (1997) 
en and judged.  
 
 
Frequency  Percentage (%)
25 42% 
8 13% 
8 13% 
7 11% 
12 21% 
60 100% 
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Table 4.15 and figure 4.1
agreed that employees’ poor knowledge about organizational core values results in 
poor performance of planned strategies
Employees’ poor knowledge about organizational core values results in poor 
performance of planned strategies
knowledge about organizational core values 
strategies, 13% agreed that Employees’ poor knowledge about organizational core 
values results in poor performance of planned strategies while 11% disagree that 
Employees’ poor knowledge about organizational core valu
performance of planned strategies. This means that majority were on the option 
Employees’ poor knowledge about organizational core values results in poor 
performance of planned strategies.
4.1.16. Individual’s behavior
Table 4.16. Individual’s behaviour is shaped by the culture and affect strategic 
plan 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.14 Individual’s behaviour is shaped by the culture and affect strategic 
plan 
Source: Research Data (2017)
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3 indicates that majority of the respondents 42% strongly 
, 13% of the respondents were undecided if 
, 21% Strongly disagreed Employees’ poor 
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 is shaped by the culture and affect strategic plan
Frequency  Percentage (%)
12 20% 
8 13% 
10 16% 
18 31% 
12 20% 
60 100% 
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13% 16%
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20%
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Table 4.16 and figure 4.1
behaviour is shaped by the culture and affect strategic plan, 18% strongly disagreed 
that  Individual’s behaviour is shaped by the culture and affect strategic plan, 16%  of 
the respondents were neutral , 
the culture and affect strategic plan, 20% strongly agreed that Individual’s behaviour 
is shaped by the culture and affect strategic plan this study findings do not  concur 
with (Lankford &Parsa, 1999) th
where a solid culture prompts workers adjusting their individual goals and practices to 
those of their separate firms. 
4.1.17. Individual’s behaviour that affect strategic plan, may results from other 
factors than organization culture.
Table 4.17. Iindividual’s
other factors than organization culture.
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.15 Individual’s behaviour that affect strategic plan, may results from 
other factors than organization culture.
Source: Research Data (2017)
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4 indicated that the majority 31% disagreed that Individual’s 
13% agreed that Individual’s behaviour is shaped by 
at stated an organization that requires to success 
 
 
 behaviour that affect strategic plan, may results from 
 
Frequency  Percentage (%)
25 42% 
10 18% 
12 20% 
5 9% 
18 11% 
60 100% 
 
 
 
Agree Neutral Disagree Strongly 
Disagree
18% 20% 9% 11%
rating 
 
 
Table 4.17 and figure 4.1
Individual’s behaviour that affect strategic plan, may results from other factors than 
organization culture., 20%were neutral, 18% agreed that Individual’s behaviour that 
affect strategic plan, may result
Strongly disagreed that Individual’s behaviour that affect strategic plan, may results 
from other factors than organization culture. While 9% disagreed Individual’s 
behaviour that affect strategic plan, m
culture. These research findings indicate that the majority of the respondents were in 
agreement that Individual’s behaviour that affect strategic plan, may results from 
other factors than organization cultur
Financial Resources 
4.1.18. Cash flow if poorly forecasted will impact negatively strategic planning 
process   
Table 4.18. Cash flow if poorly forecasted will impact negatively strategic 
planning process   
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.16 Cash flow if poorly forecasted will impact negatively strategic 
planning process  
Source: Research Data (2017)
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5 indicate that the majority 42% strongly agree that 
s from other factors than organization culture, 11% 
ay results from other factors than organization 
e. 
Frequency  Percentage (%)
28 49.3% 
15 25.5% 
2 2.5 % 
10 15.5% 
5 7.2% 
60 100% 
 
 
Strongly 
Agree
Agree Neutral Disagree Strongly 
Disagree
49.30%
25.50%
2.50%
15.50% 7.20%
rating 
 
 
Table 4.18 and figure 4.1
strongly greed Cash flow if poorly forecasted will impact negatively strategic 
planning process , 25.50% agree Cash flow if poorly forecasted will impact negatively 
strategic planning process, 15.50% disagree Ca
impact negatively strategic planning process while 7.2 %strongly disagreed Cash flow 
if poorly forecasted will impact negatively strategic planning process lastly a 
respondents of 2.50% of the respondents had a neutral/ un
if poorly forecasted will impact negatively strategic planning process  . 
4.1.19. A cash flow statement assist in risks analysis, hence impact positively 
strategic planning 
Table 4.19 .A cash flow 
positively strategic planning
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.17. A cash flow statement assist in risks analysis, hence impact 
positively strategic planning
Source: Research Data (2017)
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6 indicated that the Majority 35.50% of the respondents 
sh flow if poorly forecasted will 
decided whether Cash flow 
 
statement assists in risks analysis, hence impact 
 
Frequency  Percentage (%)
21 36% 
12 20% 
10 16% 
9 15% 
8 13% 
60 100% 
 
 
 
Agree Neutral Disagree Strongly 
Disagree
20% 16% 15% 13%
Rating 
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Table4.19 and figure 4.17 indicate that the majority 36% of the respondents were 
strongly agree cash flow statement assist in risks analysis, hence impact positively 
strategic planning  20% agree A cash flow statement assist in risks analysis, hence 
impact positively strategic planning, 15% of the respondents disagree cash flow 
statement assist in risks analysis, hence does not impact positively strategic planning 
16% were undecided whether cash flow statement assist in risks analysis, hence not 
sure impact positively strategic planning while 13% strongly disagree that A cash 
flow statement assist in risks analysis, hence does not impact positively strategic 
planning. From the findings majority felt that cash flow statement assist in risks 
analysis, hence impact positively strategic planning. This research finding concurs 
with Tosi (2014) distinguished some of qualities of productive budgetary framework 
which incorporate spending plan situated towards comes about, budgetary framework 
ought to be more powerful if the obligations and duties regarding all operations are 
very much characterized and properly allocated spending plan ought to be 
straightforward and justifiable, reasonable and objective.  
4.1.20. The church financial planning influences its strategic planning process. 
Table 4.20.The church financial planning influences its strategic planning 
process. 
Category  Frequency  Percentage (%) 
Strongly Agree 13 22% 
 Agree 10 16% 
Neutral 7 11% 
Disagree 11 18% 
Strongly Disagree 19 33% 
Total  60 100% 
Source: Research Data (2017) 
Figure 4.18.The church financial planning influences its strategic planning 
process. 
Source: Research Data (2017)
Table 4.20 and figure 4.
Strongly Disagree The church financial planning influences its 
process, 11% indicated neutral effect on the church financial planning influences its 
strategic planning process, 18% disagree the church financial planning influences its 
strategic planning process. While 11%strongly agree the church fi
influences its strategic planning process. 16% agreed that the church financial 
planning influences its strategic planning process.
(2014) characterizes spending plan as an announcement of expected outcomes 
communicated in numeral terms. It might be known as an "evaluated" design. 
4.1.21. Timely budget control assist to better results of church planned strategies
Table 4.21.Timely budget control assist to better results of church planned 
strategies. 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
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18 indicated that the Majority 33% of the 
strategic planning 
nancial planning 
 The study concurs with 
Frequency  Percentage (%)
31 51.% 
16 27% 
5 9% 
2 3% 
6 10% 
60 100% 
 
Agree Neutral Disagree Strongly 
Disagree
16% 11%
18%
33%
Rating 
 
respondents 
Murugan 
 
. 
 
Figure 4.19.Timely budget control assist to better results of church planned 
strategies. 
Source: Research Data (2017)
Table 4.21 and figure 4.19
agree that timely budget control assist to better results of church planned strategies, 
27% agree that timely budget control assist to better results of church planned 
strategies, 9% respondents were neutr
assist to better results of church planned strategies, 10%strongly disagree Timely 
budget control assist to better results of church planned strategies. While 3% 
disagreed Timely budget control assist to better r
the findings concur with 
takes after:- Budget help supervisors in coordinating faculty 
association towards a shared objective, it goes about 
any deviation. 
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 indicated that the majority 51% of the respondents strongly 
al/ undecided whether Timely budget control 
esults of church planned strategies
Otley (2011) abridges the advantages of spending plans as 
endeavors
as a control gadgets to rectify 
Agree Neutral Disagree Strongly 
Disagree
51%
27%
9%
3%
10%
Rating 
 
 
 inside the 
Strategic Planning 
4.1.22. There is a need the church to put in place both short and long term goal
Table 4.22. There is a need the church to put in place both short and long term 
goal 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.20. There is a need the church to put in place both short and long term 
goal 
Source: Research Data (2017)
Table 4.22 and figure 4.2
agreed that there is a need the church to put in place both short and long term goal. 
20% were neutral16%disagree There is a need  the church to pu
and long term goal at all while 13%strongly disagree There is a need  the church to 
put in place both short and long term goal. This study finding concurs
and Chau, 2010) that stated 
the systems for both short and long term. Be that as it may, for these structures to be 
accomplished there is have to set up systems to guarantee technique accomplishment. 
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Frequency  Percentage (%)
21 35% 
8 13% 
12 20% 
10 16% 
9 16% 
60 100% 
 
 
0 indicated that majority 35% strongly agree while 13% 
t in place both short 
 with (Witcher, 
an organization requires setting up structures for arranging 
Agree Neutral Disagree Strongly 
Disagree
13% 20% 16% 16%
rating 
 
 
 
Vital arranging includes an organization's procedure of characterizing its technique, or 
heading, and settling on choices on distributing its assets to seek after this system.
4.1.23. Both short and long term goal affect strategic plan, especially referring to 
timeframe pressure 
Table 4.23.  Both short and long term goal affect strategic plan, especially 
referring to timeframe pressure
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.21.Both short and long term goal affect strategic plan, especially 
referring to timeframe pressure
Source: Research Data (2017)
Table 4.23 and figure 4.2
short and long term goal affect strategic plan, especially referring to timeframe 
pressure, 29% were neutral,18%
affect strategic plan, especially referring to time
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Frequency  Percentage (%)
4 7% 
22 37% 
17 29% 
5 9% 
12 18% 
60 100% 
 
 
 
1 indicate the majority 37% of the respondents agree Both 
 strongly disagree Both short and long term goal 
frame pressure; 18% strongly disagree 
Agree Neutral Disagree Strongly 
Disagree
37%
29%
9%
18%
rating 
 
 
 
effective while 7% strongly agree  Both short and long term goal affect strategic plan, 
especially referring to timeframe pressure. From the findings majority were in 
agreement that both short and long term goal affect
to timeframe pressure.  
4.1.24. Our church has effective strategic planning practices
Table 4.24. Our church has effective strategic planning practices
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.22 .Our church has effective strategic planning practices
Source: Research Data (2017)
Table 4.24 and figure 4.2
Strongly disagree then 18% disagree
practices, 11% indicated neutral effect on 
practices,   while 11%strongly agree 
practices. 16% agreed that our church has effective strategic planning practices.
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 strategic plan, especially referring 
 
 
Frequency  Percentage (%)
13 22% 
10 16% 
7 11% 
11 18% 
19 33% 
60 100% 
 
 
 
2 indicated that the Majority 33% of the
 that our church has effective strategic planning 
our church has effective strategic planning 
that our church has effective strategic planning 
Agree Neutral Disagree Strongly 
Disagree
16% 11%
18%
33%
rating 
 
 
 respondents 
 The 
study concurs with Brendan, (2008) 
whether nongovernmental organizations, for example, places of worship apply 
strategic planning in their administration. 
4.1.25. Our church has achieved the strategic goals set in each planning period
Table 4.25.  Our church has achieved the strategic goals set in each planning 
period 
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.23.  Our church has achieved the strategic goals set in each planning 
period 
Source: Research Data (2017)
Table4.25and figure 4.23
sure if the church has achieved the strategic goals set in each planning period, 15% 
agree the church has achieved the strategic goals set in each planning period, 11% 
strongly agree the church has achieve
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stating that there has been scarce research on 
 
Frequency  Percentage (%)
7 11% 
9 15% 
22 36% 
9 15% 
13 23% 
60 100% 
 
 
 indicate that the majority 36% of the respondents were not 
d the strategic goals set in each planning period 
Agree Neutral Disagree Strongly 
Disagree
15%
36%
15%
23%
Rating 
 
 
 
15% of the respondents still disagree the church has achieved the strategic goals set in 
each planning period, while 23% strongly disagree that the church has achieved the 
strategic goals set in each planni
church has not achieved the strategic goals set in each planning period. This research 
finding concurs with John
does not just happen. It must be 
4.1.26. Quality function deployment tool is used in our church   in the strategic 
planning process 
Table 4.26. Quality function deployment tool is used in our church   in the 
strategic planning process
Category  
Strongly Agree 
 Agree 
Neutral 
Disagree 
Strongly Disagree 
Total  
Source: Research Data (2017)
Figure 4.24 Quality function deployment tool is used in our church   in the 
strategic planning process
Source: Research Data (2017)
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ng period. From the findings majority felt that the 
 Stott, (1990) stating that Church performance, however, 
prayed for, believed; planned for and worked for.
 
Frequency  Percentage (%)
8 13% 
10 16% 
12 20% 
10 16% 
30 35% 
60 100% 
 
 
 
Agree Neutral Disagree Strongly 
Disagree
16% 20% 16%
35%
rating 
 
 
 
Table 4.26 and figure 4.2
disagree Quality function deployment tool is used in our church in the strategic 
planning process, 20% were neutral, and 16% disagree Quality function deployment 
tool is used in our church   in the strateg
the Quality function deployment tool is used in the church in the strategic planning 
process. 13% agree that the Quality function deployment tool is used in our church   
in the strategic planning process. Majori
function deployment tool is used in our church   in the strategic planning process. 
4.1.27. Quality function deployment improves the church strategic planning and 
leads to positive results 
Table 4.27 Quality function deployment improves the church strategic planning 
and leads to positive results
Category  
Strongly agree 
 agree 
Neutral 
Disagree 
Strongly disagree 
Total  
Source: Research Data (2017)
Figure 4.25 Quality function deployment improves the church strategic planning 
and leads to positive results
Source: Research Data (2017)
0%
10%
20%
30%
40%
Strongly 
agree
29%
pe
rc
en
ta
ge
 
57 
4 indicated that the majority 35% of the respondents strongly 
ic planning process while 13% strongly agree 
ty of the respondents felt that Quality 
 
Frequency  Percentage (%)
17 29% 
22 36% 
6 10% 
5 9% 
10 16% 
60 100% 
 
 
 
agree Neutral Disagree Strongly 
disagree
36%
10% 9% 16%
Rating 
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Table4.27 and figure 4.25 indicated that majority 36% of the respondents agreed that 
Quality function deployment improves the church strategic planning and leads to 
positive results, 10% were neutral/undecided that Quality function deployment 
improves the church strategic planning and leads to positive results, 16% Strongly 
disagree Quality function deployment improves the church strategic planning and 
leads to positive results, 9% disagree that Quality function deployment improves the 
church strategic planning and leads to positive results while 29% strongly agree that 
Quality function deployment improves the church strategic planning and leads to 
positive results.  
4.2. Limitations of the Study 
4.2.1 Doubt 
At middle and low levels of management, some respondent doubted either the 
researcher was   collecting information for leaking it to top leadership. However, the 
researcher convinced the respondents that the information collected was for academic 
purposes only and was treated as very confidential. This was supported by the use of 
nameless questionnaires. 
4.2.2. Poor Cooperation 
The limitation of doubt resulted in poor cooperation from few respondents, some 
thinking it is for my own benefit that I was using them .   This made the concerned 
respondents to be reluctant when asked for relevant materials on information. 
However, the researcher informed the respondents the importance of the study by 
making clear the major beneficiaries. 
4.2.3. Limited understanding of questionnaire. 
Especially at low level of management where respondents were picked randomly, 
some few of respondents showed limited understanding of questions, due to their low 
level of education but also to limited knowledge in strategic planning issues. For the 
cases, the researcher gave enough explanation to line managers so to intervene where 
necessary, but also was reached by phone and gave clarification where needed. 
4.3 Chapter Summary 
This chapter was about data analysis.  The chapter first introduces information about 
information from the respondents in terms of their gender, education and the period 
they had served the organization. The chapter was further categorized in to 
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quantitative analysis that revolved around discussing the objectives of the study. The 
chapter also addressed the limitations of the study. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction 
This chapter presents a summary on findings, conclusion and recommendations. This 
was based on factors affecting organisational strategic planning in the salvation Army 
Church of Rwanda & Burundi Command. 
5.1 Summary of Findings 
5.1.1. In what way does human capital management strategy affect 
organizational strategic planning in the Salvation Army church, Rwanda and 
Burundi Command? 
Indicate that majority strongly disagreed that organization has HR policies and 
procedures The findings mean that the organization had not realized HR policies and 
procedures that impact on its strategic plans as put forth by Cherrington,( 2014) HR 
policy help them plan out their work, remunerating them for their works, and taking 
care of issues that emerge.  These research findings indicate that the majority of the 
respondents were in agreement that Policy/procedure document impacts strategic 
planning.  This research finding concurs with Becker and Huselid, (2006) stating that 
In any case, HRM framework is an answer for business issues that including positive 
and negative complementarities as opposed to individual HRM rehearses in 
segregation. The research findings up holds (Hoffmann, 1999) literature that states 
competency implies the state or nature of being satisfactorily or all around qualified 
and being able to play out a particular part indicated that the Majority of the 
respondents were neutral/undecided hence impact performance of strategic plan is 
strongly disagree.  This study finding concur with Cole, (2010) that stated having the 
more experienced employees tutor the less experienced employees is critical for 
employee performance. This organization may not benefit from this as the findings 
indicate that the organization does not have mentoring figures. 
5.1.2 To what extent does corporate culture affect organizational strategic 
planning in the Salvation Army church in Rwanda and Burundi Command? 
Indicate that majority strongly disagreed that organization has HR policies and 
procedures. The findings mean that the organization had not realized HR policies and 
procedures that impact on its strategic plans as put forth by  Cherrington, (2014). HR 
policy helps them plan out their work, remunerating them for their works, and taking 
care of issues that emerge.  
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These research findings indicate that the majority of the respondents were in 
agreement that Policy/procedure document impacts strategic planning. This research 
finding concurs with (Becker and Huselid, 2006) that stated In any case, HRM 
framework is an answer for business issues that including positive and negative 
complementarities as opposed to individual HRM rehearses in segregation. The 
research findings up holds (Hoffmann, 1999) literature that states competency implies 
the state or nature of being satisfactorily or all around qualified and being able to play 
out a particular part indicated that the Majority of the respondents were 
neutral/undecided hence impact performance of strategic plan is strongly disagree.  
This study finding concur with Cole, (2010) that stated having the more experienced 
employees tutor the less experienced employees is critical for employee performance. 
This organization may not benefit from this as the findings indicate that the 
organization does not have mentoring figures. Dominant parts of the respondents were 
of the opinion that Core values of TSA does not influence the way strategic planning 
is conducted in the church. The findings concur with Drucker (1997) contends that 
each organization has a culture that shapes and characterize the setting in which a 
person's conduct is seen and judged.  This means that majority were on the option 
Employees’ poor knowledge about organizational core values results in poor 
performance of planned strategies. 20% strongly agreed that Individual’s behaviour is 
shaped by the culture and affect strategic plan this study findings do not concur with 
(Lankford & Parsa, 1999) that stated an organization that requires to success where a 
solid culture prompts workers adjusting their individual goals and practices to those of 
their separate firms.  These research findings indicate that the majority of the 
respondents were in agreement that Individual’s behaviour that affect strategic plan, 
may results from other factors than organization culture. 
 5.1.3 How much do financial resources affect organizational strategic 
planning in the Salvation Army church in Rwanda and Burundi Command? 
Majority of the respondents strongly greed Cash flow if poorly forecasted will impact 
negatively strategic planning process. A cash flow statement assist in risks analysis, 
hence does not impact positively strategic planning. From the findings majority felt 
that cash flow statement assist in risks analysis, hence impact positively strategic 
planning. This research finding concurs with Tosi (2014) distinguished some of 
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qualities of productive budgetary framework which incorporate spending plan situated 
towards comes about, budgetary framework ought to be more powerful if the 
obligations and duties regarding all operations are very much characterized and 
properly allocated spending plan ought to be straightforward and justifiable, 
reasonable and objective.  
The study concurs with Murugan (2014) characterizes spending plan as an 
announcement of expected outcomes communicated in numeral terms. It might be 
known as an "evaluated" design.  The majority of the respondents strongly agree that 
timely budget control assist to better results of church planned strategies. the findings 
concur Otley (2011) abridges the advantages of spending plans as takes after:- Budget 
help supervisors in coordinating faculty endeavours inside the association towards a 
shared objective, it goes about as a control gadgets to rectify any deviation. 
5.2 Recommendations   
5.2.1. Human Capital Management Strategy 
The research recommends that human resource must be developed in strategic 
management especially those involved in formulation and implementation. Policy and 
procedures book must be available to human involved in strategic planning process 
.Moreover, competencies and skills must be adequately placed in order to match 
strategies with them. 
5.2.2. Corporate Culture 
Core values of TSA must be considered as they influence the way business is 
conducted in the church about strategies formulation and implementation. Leadership 
style must refer to when strategic planning is concerned. Also, Individual’s behavior 
must be considered in strategic planning process. 
5.2.3. Financial Resources 
Cash flow, budgeting and budget control, as well as equipment and furniture have an 
impact on strategic planning. Therefore, the research recommends that The Salvation 
Army church in Rwanda and Burundi Command must strongly regard on them, 
especially corps and institution when strategic planning is a matter. 
5.3. Conclusion 
All questionnaires were received back and analyzed. Therefore, the response rate was 
of 100% majority men with of representation the majority of respondents are between 
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31-40 years old. The majority of respondents at a rate of 80.8% are implementers, 
hence there is a big need for them to participate actively in formulating and must have 
good understanding concerning organizational strategic planning. This indicate that 
majority of respondents have a low level of education and mostly from low level of 
organizational management (corps and institutions). Those often trained are 13.3%, 
when the experienced person in strategic planning matters is only 1 person, 
representing 1.7% of the respondents,   
Majority strongly disagreed that organization has HR policies and procedures. The 
majority, strongly agree that Policy/procedure document impacts strategic planning 
From the findings majority felt that Human Resource development results in 
Organizational Strategic plan performance indicated that the majority of the 
respondents strongly agree that Skills/ competencies affect organizational 
performance. Majority of the respondents were neutral/undecided; 21% strongly 
disagree Work place conditions affect motivation; majority strongly agree Incentive 
and other employee encouragement enhances organizational performance for the 
employee. Majority strongly disagreed that Core values of TSA influence the way 
strategic planning is conducted in the church. Majority of the respondents strongly 
agreed that employees’ poor knowledge about organizational core values results in 
poor performance of planned strategies  
The majority disagreed that Individual’s behaviour is shaped by the culture and affect 
strategic plan These research findings indicate that the majority of the respondents 
were in agreement that Individual’s behaviour that affect strategic plan, may results 
from other factors than organization culture. Majority of the respondents strongly 
greed Cash flow if poorly forecasted will impact negatively strategic planning process 
From the findings majority felt that cash flow statement assist in risks analysis, hence 
impact positively strategic planning. Majority of the respondents strongly Disagree 
the church financial planning influences its strategic planning process 
The majority of the respondents strongly agree that timely budget control assist to 
better results of church planned strategies.  Majority   strongly agree there is a need 
for the church to put in place both short and long term goal. From the findings 
majority were in agreement that both short and long term goal affect strategic plan, 
especially referring to timeframe pressure.  The Majority of the respondents strongly 
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disagree our church has effective strategic planning practices. From the findings 
majority felt that the church has not achieved the strategic goals set in each planning 
period 
The majority of the respondents strongly disagree Quality function deployment tool is 
used in our church in the strategic planning process. Majority of the respondents felt 
that Quality function deployment tool is used in our church   in the strategic planning 
process.  Majority of the respondents agreed that Quality function deployment 
improves the church strategic planning and leads to positive results 
5.4. Suggestions for Further Study 
This study tried only to explain if human capital management strategy, organisational 
cash flow and corporate culture influence strategic planning in The Salvation Army 
church, Rwanda and Burundi Command. However, there are other factors affecting 
the same, but not   discussed in this study. This study therefore recommends that 
further study should be conducted on the effects of competition and that of 
Government low regarding religious movements on strategic planning performance. 
5.5 Chapter summary 
This chapter discussed the Summary of Findings especially about the effect of 
human capital management strategy, the effect of corporate culture and the effect 
of financial resources on organizational strategic planning. The chapter also drew 
a conclusion and recommendation from the findings. Generally, the study aimed 
to evaluate factors affecting organizational strategic planning in the Salvation 
Army church, Rwanda and Burundi Command. 
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APPENDICES 
Research Questionnaire 
 
THE MANAGEMENT UNIVESRTY OF AFRICA 
RESEARCH ON FACTORS AFFECTING ORGANISATIONAL STRATEGIC 
PLANNING IN THE SALVATION ARMY CHURCH OF RWANDA AND 
BURUNDI COMMAND. 
Research Questionnaire 
Foreword: 
The aim of this study is to assess factors affecting the organizational strategic 
planning within The Salvation Army church of Rwanda and Burundi Command. 
PART A: GENERAL INFORMATION 
1. Sex  
Male    {     }  Female    {     } 
2.  Age of Respondents 
18 yrs. – 30 yrs  {     }  31 yrs. – 40 yrs  {     } 
 
41yrs – 50 yrs.   {     }  Above 50 yrs   {     } 
 
3. Highest Educational Level 
Primary    {     }  Secondary    {     } 
 
College   {     }  University   {     } 
 
4. Have you been involved in strategic planning? 
At least once   {     }  More than one time  {     } 
 
Never involved     {     }  Expert   {     } 
ii 
 
5. Experience level 
Under 2 years   {     } 
2- 5 years   {     } 
6-7 years   {     } 
8-10years    {     } 
Above 10 years   {     } 
SECTION B: Human Capital Management Strategy 
6. Comment on the following statements about the how Human Capital Management 
Strategy organizational strategic planning in the Salvation Army church in Rwanda and 
Burundi Command. Use a scale of 1-5 where:  1- strongly agree; 2- agree; 3- neutral; 4- 
disagree 5- strongly disagree 
No Statement 1 2 3 4 5 
1 Our organization has HR policies and 
procedures 
     
2 Policy/procedure document impacts strategic 
planning 
     
3 Human resource development results in 
Organizational Strategic plan performance 
     
4 
 Skills/ competencies  affect  organizational 
performance 
     
5 Work place conditions affect motivation, 
hence  impact performance of strategic plan 
     
6 Incentive and other employee encouragement 
enhance  organizational performance 
     
 
iii 
 
7. Kindly explain the various ways in which employee training affects the organizational 
strategic planning in the Salvation Army church in Rwanda and Burundi command. 
…………………………………………………………………………………………
…………………………………………………………………………………………
……………..................................................................................................................... 
SECTION C: Corporate Culture 
8.  Comment on the following statements about the effects of the Corporate Culture on the 
organizational strategic planning in the Salvation Army church in Rwanda and Burundi 
Command. Use a scale of 1-5 where: 1- Strongly disagree; 2- Disagree; 3- Neither agree or 
disagree; 4- Agree and 5- Strongly agree  
No Statement 1 2 3 4 5 
1 Core values of TSA influence the way strategic planning 
is conducted in the church. 
     
2 Employees’ poor knowledge about organizational core 
values results in poor performance of planned strategies. 
     
3 Individual’s behaviour is shaped by the culture and affect 
strategic plan 
     
4 Individual’s behaviour that affect strategic plan, may results 
from other factors than organization culture. 
     
 
9. Kindly explain the various ways in which Corporate Culture affects the organizational 
strategic planning in the Salvation Army church in Rwanda and Burundi command 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………….....................................................................................................................
…………………………………………………………………………………………
………………………………………………………………………………………… 
 
iv 
 
SECTION D: Financial Resources 
10.  Comment on the following statements about the effects of the financial planning on the 
organizational strategic planning in the Salvation Army church in Rwanda. Use a scale of 1-5 
where: 1- Very high; 2- High; 3- Fair; 4- Low 5- Not at all  
No Statement 1 2 3 4 5 
1 Cash flow if poorly forecasted will impact negatively 
strategic planning process   
     
2 A cash flow statement assist in risks analysis, hence 
impact positively strategic planning 
     
3 The church financial planning influences its strategic 
planning process. 
     
4 Timelybudget control assist to better results of church 
planned strategies. 
     
 
11. Kindly explain the various ways in which financial resources affect the organizational 
strategic planning in the Salvation Army church in Rwanda and Burundi command 
.......................................................................................................................................................
.......................................................................................................................................................
.......................................................................................................................................................
....................................................................................................................................................... 
 
SECTION E: Strategic Planning  
12.  Comment on the following statements about the organizational strategic planning 
in the Salvation Army church in Rwanda. Use a scale of 1-5 where: 1- Very high; 2- 
High; 3- Fair; 4- Low 5- Not at all  
 
v 
 
No Statement 1 2 3 4 5 
1 There is a need  the church to put in place both short 
and long term goal 
     
2 Both short and long term goal affect strategic plan, 
especially referring to timeframe pressure. 
     
3 Our church has effective strategic planning practices.      
4 Our church has achieved the strategic goals set in 
each planning period. 
     
5 Quality function deployment tool is used in our 
church   in the strategic planning process, 
     
6  Quality function deployment improves the church 
strategic planning and leads to positive results. 
     
 
 
 
